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Impmviﬂg Teacher Retention in California

Public Schools

California public schools face a number of challenges,
including low academic performance and a shorrage of fully
credendaled teachers. One way to address these particular
challenges is through reacher retention. Experienced teachers
are more effective at raising student test scores, on average,
than are teachers in their Flsl: year or two of teaching. In
fact, some studies show that declines in student achicvement
arc associated with an increase in the proportion of new,
in-:xp-:ricnc-:d teachers. Expcricnccd teachers are also more
Jik-:ly to be Fu”}-‘ credentialed, since a substantial share of
new teachers without full credentials eventually do atrain
them. Increasing teacher retention, then, helps not only to
raise test scores and school quality in general but alse to
address the current shorthall of fully credennaled teachers in
California’s pubJLc schoals.

The federal No Child Left Behind (NCLB) Act requires
that all teachers in core academic subjects be “highly quali-
fied” |:w the end of 2005-06, Increasing pressure for teacher
retention. In California, “highly qLLalchd teachers either
have full eredentials or participate in an internship program
during their first three years of teaching. Under these guide-
lines, if a teaching intern has not become fully credentialed
by the fourth vear, schools will risk losing their federal fund-
ing. This three- -year timeline may encourage schools to
1CPJRLC -:chncnccd teaching interns with new, inexperienced
interns to maintain higher numbers of teachers deemed

J]lg]]l}' quaJ]F-tL'L

In Retension of New Teachers in Caltfornia, Deborah
Reed, Kim Rueben, and Elisa Barbour find cthar profﬁsimm]
development programs are a successful and cost-cffective way
to increase teacher retention. Dhuring the 1990s, the l::criocl
studied in chis repaort, the Beginning Teacher Support and
Asscssment (BTSA) program improved elementary school
teacher retention by 26 percent and cost about 3,370 per
participant. In contrasr, the effecr of a starting salar}-‘ Increase
of 4,400 in the same pcriod reduced the probabilir}' ofa
new clementary teacher leaving, public school employment
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by 17 percent. Although compensation clearly remains an
important factor in teacher retention, the lower cost of
tcacher development programs is an important consideration
for budget-strapped California.

Retention and Credentialing

Dirawing on state cn'lpJo't-'J'ncnt and teacher crcdcntmlinﬂ
records, the stu-::ls, tracks teachers in cheir first seven years oF
emplovment and defines “leaving” as two consccutive years
with no public school cn':l:-lo_rn'u:m. {Thus, it is not CI.]J.CCEJ}'
comparable to nadenal studies that typically measure leaves
of any durarion.) This study finds thar 13 percent of new
teachers left public schools in their first or sccond year of
teaching. By the end of the fourth year, 22 percent left. For
teachers starting with multiple-subject certifications (rypical
for kindergarten through sixth grade), leaving public schools
was slightly less commen—20 pereent by the fourch year.
For those with single-subject certfications (tvpical for grades
seven through owelve), leaving was higher, ar 27 percent. If
these patterns from the 19905 continue, about 25 percent of
new teacher hires will be replacements for ather recently
hired teachers who have left public school employment.

TCR.L'hCl' [urnover l.'ll'CSCJTIrS a siﬂniﬁcanr Pl’DblClﬂ IiJ'l LCrms
CIF PJ"[L]l'l"-' LFCC[C['[[]"IJCCI EC"[LI]C[S 1n (_,Ell]fleJ]]"l CL'[SS[CID]]]S\,
200405,
EDl ILnstance, 2} l.'ltl.'CClTIt Cli' JTIG.".’L'[}- |.'|.]J.Cl.'|. TC&CJ'JC[’S JE'lLLiCd. i'l.'l.”.
crcdcntials. HCI‘NC'VCL ::'llTlDJTIg T.'CHC'.'I.CJ.' \’\v'i.EJTI ﬁvc }'C‘c’ll’S Di: CC‘C]_.'IC-

since many new hl[CS are not FLl”\' Ll'CClCl'lE]"lICCl In :

rience, onJ}' Il percent lacked full credentials and among
those with ten years of expericnce, that share dropped to 2
percent. This increase is not due to ]Jighcr dropour rarcs
among teachers who start without full credentials. Instead,
the ev ldcn-:-: shows that teachers who stay in public schools
over the long term tend to become fully credendaled. This
trend strongly suggests that teacher retention is positively
related o the credenualing process and encourages the cre-

ation of “highly qualified” teachers mandated |:>_$_, MNCLE.

November-December 2006



The lack of [:ulJy credentialed teachers is of spccial con-
cern for high—pm'crry districts, even l:J':Du,gh these districts do
not suffer from higher rates of teacher turnover, as some
studies have found in other states. In California during the
19940s, high—poﬁ-‘crr}' districts :lctl.mll_i_: had lower teacher
turnover than low-poverty districts: By the end of the scc-
ond year of teaching, the probability of leaving public school
employment or transferring districts was 24 percent for
teachers starting in high-poverty districts bur 39 percent for
teachers starring in Jc:-u—'—pc:-‘f'-:rr}-' districts. Mthough this may
seem surprising, district size and growth are related to lower
turnover and thp cxplﬂjn the better rerention rates in high—
poverty districts. The greater number of openings in these
districts may have c-Fi'cu:d opportunitics for new teachers w
find posttlc-ns that I:hﬂ plci‘cutd Mevertheless, new, i'u]l\-
credentialed teachers t-:ndcd to favor low-poverty CI.lSEl]LES,
forcing large and growing high-poverty districts to recruic a
greater number of teachers without full credentials.

Gains in Teacher Retention

Policies aimed ar teacher retention have had a beneficial
effect. In fact, the authers found that professional develop-
ment and compensation programs implemented in the
1990s contributed to a decrease in teacher turnover. The
probabilicy of a new teacher leaving public school employ-
ment fell from abour 8 percent in 199"] 94 to just over 5
percent in 1998-99. In particular, districes with slightly
higher recention problems whe were carly adoprers of the
BTSA program saw a substantial decline in teacher turnover
(sce the figure). For teachers with multiple-subject certifica-
tions, the probability of leaving public school employment
by the sccond year fell from 17 to 13 pereent. District
transfers—a retention problem caused by the employment
gap left in the transferring teacher’s ouguml diserice—tell
from 26 to 21 percent tor the same group.

Compensation l_mckagcs alrhough less cost-effective
than professional programs, arc an important compenent of
teacher retention. As mighr be -:xp-:cr:d, reachers in districts
with J]ighcr starting salaries and greater scheduled sa]ar}-‘
growth were less likely to leave public school teaching or to
transfer berween discrices. For teachers with mulripJ:—subicct
certifications, the probability of leaving a school districe witch
alow starting salary and low salary growth was 18 percent

ID\-" year twao. In contrast, ina hlEh sahn’ dlSEllL[ ‘.’thh hlgh
s..a.Lm grow EJTI EJTIC ]_.'ll"::lb"lbl]]n' CIF |.':?='L‘r"ll'l*=r was 14 P crosnt.

Policy Implications

Clcarl}-'. certaln policics and programs improve teacher
retention—BTSA, in particular, has enjoyed substantial,
positive results. However, state funding for other teacher
development programs, such as Peer Assistance and Review,
weas drastically reduced, from $222 million in 2000-01
to 563 million in 2004—05. Given the success and cost-
effectivencss of BTSA, policymakers may wish to evaluate
and allocate additional funding for these other development
programs. In addition, since reachers withour full credentials
are not cligjblc for BTSA, policymak-:rs should consider
implementng a development program rargeted at this popu-
lation of teachers. Finally, to increase the numbers of creden-
tialed teachers in high-pow’crr}' districts, the authors suggest
cxpanding university credentialing programs in a targered
fashion, focusing on those that serve high-poverty districts.

Probability of Teacher Departuras by the Second Year of
Teaching, by Presence of a BTSA Program
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SCOURCE: Maw Teacher Administrative Becords (1221-92 thraugh
1995-96),

Teacher developmens programs such as BTSA improved
elemenzary school reacher vesension by 26 percent.
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